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Under approval of Commandant, Marine Corps and Chief, 
Bureau of Medicine and Surgery, the present study was conducted 
in an effort to evaluate different methods of identifying the recruit 
with low potential for adjustment during the first two years of 
military service in the United States Marine Corps. The first of 
the two major research goals was to compare different roles which 
a recruit depot psychiatric evaluation unit might have in the early 
screening of recruits. The second major goal was to identify 
those background and early training performance indices which 
best predict performance during the first two years of service by 
differentiating effective from ineffective enlisted Marines. Appendix 
A gives a more detailed description of the four psychiatric condi- 
tions studied and of the information collected on recruits. 

The sample for study consisted of 13,447 male, first 
enlistees of the regular Marine Corps who entered basic training 
at the recruit depot, San Diego, California, and Parris Island, 

South Carolina, from 1 October 1961 through 20 September 1962. 

A total of 1400 Marines in this sample were discharged for all 
reasons during the first two years of active duty (approximately 10% 
of the input). Of all attritions, 55% were for reasons of unsuitabil- 
ity, military unfitness, misconduct, or court-martial. Marines 
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discharged for any of those four reasons, referred to here as 
Chargeable Attritions, were considered in this study to be in- 
effective. 

At the end of two years of duty, a sub-sample of 3, 636 
Marines were followed up in order to obtain additional criterion 
information. Of that sub -sample 17% were regarded as ineffective, 
or at best marginally effective, by reason of their still being in pay 
grade E-l, or having an average conduct mark of 3. 9 or less, or 
having at least one court-martial subsequent to basic training, or 
having three or more Office Hours after basic training. Those 
men are referred to in this study as Administrative Nuisances. 

The two criteria used in this study to denote low adjustment 
or ineffectiveness, namely those of Chargeable Attrition and 
Administrative Nuisance, are of a conduct or characterological 
nature. Both were used in the comparison of psychiatric evalu- 
ation unit roles and in the identification of predictors of adjustment. 

The four experimental screening conditions, in which the 
role of the psychiatric evaluation units varied, resulted in approx- 
imately the same percentage of two-year attritions and Administra- 
tive Nuisances. Table 1 provides a detailed description of attritions 
by the four conditions. In terms of estimated numbers of effective 
Marines to be retained at two years per 1, 000 man input, as shown 
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in Table 2, Condition A (standard operating procedure for the 
psychiatric evaluation units) is slightly superior to Condition E 
(simulating the absence of a psychiatric evaluation unit from the 
recruit depots). On the same criterion of retention, Condition C 
(involving maximum contact between recruit and the psychiatric 
evaluation units) and Condition F (use of the psychiatric evaluation 
units as mental hygiene clinics) are equivalent and are slightly 
superior to both of the other two conditions of screening. 

In predicting ineffective performance, the recruit's 
schooling in the form of completing or not completing high school 
before enlistment was unequivocally the best single indicator of 
two-year performance, high school graduates being more effective. 
The prediction of Chargeable Attrition was furthermore enhanced 
by adding to the education variable the initial psychiatric interview 
rating given a recruit and the second week evaluation of his adjust- 
ment as rendered by platoon peers. Those variables yielded a 
multiple correlation of . 23 with the criterion, a low but statistic- 
ally significant relationship which held up on cross-validation. 
Those results may be translated into risk categories for individual 
recruits, and are shown in Table 3. By adding the effects of a 
recruit's age on enlistment and history of school expulsion to the 
education variable, a multiple correlation of . 31 was obtained 
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with the Administrative Nuisance criterion, a value which was 
also supported on cross-validation. Table 4 translates those 
findings into risk categories for individual recruits with that 
criterion. 

The pooled results of those separate analyses yielded a 
set of theoretical probabilities indicating the likelihood that a 
recruit would be effective at two years (that is, neither a 
Chargeable Attrition nor an Administrative Nuisance). Those 
probabilities are from 95 chances out of 100 to only 51 chances out 
of 100, of being effective. While such information can not give an 
absolute prognosis in any individual case, it may well have rele- 
vance for the Corps as risk categories to consult in making 
decisions of (1) whether to enlist a man or not, (2) whether to 
retain him in the Corps if he has difficulty in adjusting to the early 
phases of recruit training, or (3) whether or not tc. provide special 
training or to send a Marine to a duty assignment, within the first 
two years, which requires a high degree of reliability. 

Appendix B of this document contains abstracts of research 
papers completed to date under this research work unit. 
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TABLES APPENDIX A APPENDIX B 


Table 1 


percentages of Input Per Screening Condition Lost During the First Two 
Years of Enlistment for Different Periods and Reasons of Attrition 3, 


period of 

Reason for 


Screening 

Condition 

Total 

Attrition 0 

Attrition 0 

A 

C 

E 

F 


Basic 

Chargeable 

2. 8 

1. 0 

2. 3 

2. 7 

2. 2 

Training 

Physical 

0. 9 

1. 5 

1. 2 

0. 9 

1. 1 


Other 

1. 0 

0. 7 

1. o 

0. 8 

0. 9 


Total 

4. 7 

3. 2 

4. 5 

4. 4 

4. 2 

Post- 

Chargeable 

3. 8 

3. 8 

3. 2 

3. 2 

3. 5 

Basic 

Physical 

1. 9 

1. 3 

1. 6 

1. 5 

1. 6 

Training 

Other 

1. 1 

1. 2 

1. 2 

1. 0 

1. 1 


Total 

6. 8 

6. 3 

6. 0 

5. 7 

6. 2 

Total 

Chargeable 

6. 6 

4. 8 

5. 5 

5. 9 

5. 7 

Two Year 

Physical 

2. 8 

2. 8 

2. 8 

2. 4 

2. 7 

Period 

Other 

2. 1 

1. 9 

2. 2 

1. 8 

2. 0 


Total 

11. 5 

9. 5 

10. 5 

10. 1 

10. 4 

Number of Ss (Input) 

3409 

3399 

3375 

3 264 

13447 


a 

Using frequency data for the three types of attrition and cases of 
non-attrition, the four screening conditions were compared for the total 
two year period by chi square analysis. A value of = 13. 624 was 
obtained indicating no significant difference between observed and expected 
frequencies among the four conditions (df = 9, p > . 10). Comparing two 
conditions at a time on total percentage of attrition, only Conditions A and 
C differ significantly from one another (p < . 05). 

b 

Although basic training lasts for approximately three months, for 
the purposes of this study a discharge effected within the first four months 
was treated as a basic training attrition. Of the 50 cases actually dis- 
charged during the fourth month, 43 were effected by a Marine Corps 
Recruit Depot. 

c 

The formal reasons for discharge included under the category of 
Chargeable are: unsuitability, military unfitness, misconduct, and 
court-martial. 



Table 2 


Comparison of Screening Conditions on Percentages of Ineffective Recruits 
Lost (Attrition) and Retained (Administrative Nuisance) With Projected 
Estimates of the Number of Effective Marines Retained at Two Years Per 

1, 000 Man Input 


Screening Condition 




A 

C 

E 

F 

(1) 

Total Percentage 
of Attritions 

1 1. 5 

9. 5 

10. 5 

10. 1 

(2) 

Percentage of Two Year 
Administrative Nuisance 0 

16. 6 

17. 3 

18. 6 

16. 7 

(3) 

Total Percentage 

Ineffectives: (1) + (2) 

28. 1 

26. 8 

29. 1 

26. 8 

(4) 

Number of Effective 

Marines at Two Years 

Per 1, 000 Man Input C 

719 

732 

709 

732 


cl 

Based upon the total sample of 13,447 Marines; although many of 
the non-chargeable attritions may not have been ineffective in the sense 
referred to in this study, they are included in the total attrition since their 
relative frequency of occurrence across conditions is approximately a 
constant. 

^Based upon the two-year follow up sample of 3, 636 Marines. 

c This number is obtained by multiplying the total proportion of 
ineffectives (3) by 1, 000 and substracting the resulting value from 1, 000. 


Table 3 


Theoretical Probability of a Recruit Being a Chargeable Attrition in 
First Two Years Given Information on Education, Clinical Evaluation, 

cL 

and Second Week Peer Evaluation 


Information on Subject^ 

Peer 

Evaluation 

Education 

Clinical Evaluation 

Low (0) 

High (1) 


High (1) 

. 07 

. 01 

> 12 years (1) 


Low (0) 

. 13 

. 07 


High (1) 

. 13 

. 08 

< 11 years (0) 


Low (0) 

. 19 

. 14 


a 

The theoretical probability of being a Chargeable Attrition is 
given by the formula: Pr (CA) 1 - y 'ca* where the predictor score 
Y'ca = • 0666 (education) + . 0552 (clinical evaluation) + . 0579 (peer 
evaluation) + . 8083. The values in parentheses represent the coded 
scores for the respective variables against which the preceding 
regression coefficients are multiplied. 

^A low rating on the clinical evaluation refers to Marines who 
were considered to be in the bottom 25% of their training platoons on 
adjustment potential by the examiner in the initial psychiatric inter- 
view; a high clinical rating refers to all other Marines. A low rating 
on the peer evaluation refers to Marines whose second week peer 
evaluation score is less than or equal to 2/3 standard deviation below 
the mean; a high score refers to all other Marines. 


Table 4 


Theoretical Probability of a Recruit Being an Administrative Nuisance 
in First Two Years Given Information on Education, School Expulsion, 

and Age at Enlistment 3, 


Information on Subject 

Age 

at Enlistment (Yeari 

Education 

School Expulsion 

17 (1) 

18 (2) 

>19 (3) 


No (0) 

. 12 

. 08 

. 04 

>12 years (1) 


Yes (1) 

. 19 

. 15 

. 11 


No (0) 

. 29 

. 25 

. 21 

<11 years (0) 


Yes (1) 

. 37 

. 33 

. 29 


The theoretical probability of being an Administrative Nuisance 
is given by the formula: Pr (AN) = 1 - Y'aN' where the predictor score 
Y'an = • 1755 (education) + . 0397 (age) - . 0767 (expelled) + . 6692. 

The values in parentheses represent the coded scores for the respec- 
tive variables against which the preceding regression coefficients are 
multiplied. 



Table 5 


Theoretical Probability of a Recruit Being Effective in First Two Years 
Given Information on Education, Age, School Expulsion, Clinical and Peer 

Evaluations 3, 


School Clinical Peer 
Education Expulsion Eval. Eval. 

^High 



No: 



■ High 


'Low- 


High' 


^High 
Nsv Low 
^-High 
Low 
^High 
'"Low 
-High 


Lowl 


'Low 


Age at Enlistment (Years) 
17 18 > 19 


. 87 
. 82 
. 82 
. 76 
. 80 
. 75 
. 75 
. 70 
. 65 
. 62 
. 61 
. 58 
. 58 
. 55 
. 54 
. 51 


. 91 
. 86 
. 86 
. 80 
. 84 
. 79 
. 79 
. 74 
.69 
. 65 
.64 
. 61 
. 62 
. 58 
. 58 
. 54 


. 95 
. 89 
.89 
. 84 
. 88 
. 83 
. 83 
. 77 
. 73 
. 69 
. 68 
. 64 
. 65 
. 62 
. 61 
. 58 


a 

These values represent the product of two probabilities, (a) that the 
recruit will not be an attrition and (b) that the recruit will not be an ad- 
ministrative nuisance if on duty after two years. The values are to be 
interpreted as follows: a probability of . 95 indicates 95 chances out of 
100 of being effective (19 to 1 odds) while a probability of . 51 indicates 
51 chances out of 100 of being effective (1 to 1 odds). 
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APPENDIX A 


Figure 1 of this Appendix summarizes the four screening 
conditions in terms of the varying role of the recruit psychiatric 
evaluation unit and the predictor information obtained on Marines 
in each condition. The following describes in more detail the pre- 
dictor information obtained. 

Biographical data. Upon arrival at their respective depots, 
Marines completed a brief medical history form (Exhibit 1, Appendix 
A) giving background information which included age, education, 
history of school expulsion and academic failure, arrest record, and 
participation in school sports and clubs. 

Clinical rating A. As a part of the intake physical examina- 
tion within 7 2 hours of the Marine's arrival at the recruit depot, each 
Marine is briefly interviewed for about three to five minutes by a 
psychiatric screener (psychiatrist or clinical psychologist). The 
interviewer has available the information on the medical history 
form. In the rare event that a recruit is considered to present 
evidence of emotional illness requiring immediate psychiatric 
hospitalization, he is at once admitted to the sick list and trans- 
ferred to the nearest naval hospital. In most cases, however, the 


screener assesses the recruit’s adjustment potential and indicates 
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this with a rating entry in the records of the psychiatric evaluation 
unit. A temporary S-factor of 1 or 3 is the rating given when 
difficulty in adjustment is suspected. 

Clinical rating CEF . At the initial psychiatric interview of 
three to five minutes the same determination relative to the need 
for immediate psychiatric hospitalization is made as in Clinical A. 
This was necessary to satisfy the provisions set forth in Paragraph 
18-1 (5), Manual of the Medical Department. In contrast to Clinical 
A, a single psychiatric screener interviewed all recruits in a given 
training platoon and then rated each recruit as being in the lower 
25%, middle 50%, or upper 25% of that platoon in terms of adjust- 
ment potential. 

Peer evaluation. At the end of two weeks of basic training, 
platoons in Conditions C, E, and F were administered a sociometric 
questionnaire (Exhibit 2, Appendix A) on which platoon peers evalu- 
ated one another. In the present study only nominations for items 
7 and 8 (having to do with adjustment difficulty) were used. Each 
recruit was given a peer evaluation score based upon the algebraic 
sum of the positive and negative nominations he received (good 
adjustment and poor adjustment respectively). A constant was added 
to that sum to clear negative sums and the resulting sum was divided 
by a factor of the group size (N) to account for different sized 
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platoons. Over all platoons, this score has a mean of approximately 
120 and a standard deviation of approximately 12, the higher scores 
indicating better adjustment potential. 

DI evaluation. Under Condition C only, the senior platoon 
drill instructor evaluated each of his recruits within the frame- 
work shown in Exhibit 3, Appendix A. Since the number of recruits 
in each platoon was known in advance of this rating, the senior 
drill instructor was requested to identify that number of men in 
his platoon who would constitute the upper 25% and that number 
which would constitute the lower 25% in adjustment to basic training. 
The remaining 50% of the platoon were assumed to be average in 
adjustment. Thus, a three -point rating was obtained, above 
average, average, and below average. 

HSQ evaluation. During the intake procedures each Marine in 
Conditions C, E, and F (except for Marines with college education) 
supplied the name and address of the last school he had attended before 
enlisting. A copy of the high school questionnaire (Exhibit 4, Appendix 
A) was then forwarded to the named school with a request that it be 
completed by an appropriate school authority and returned within 
two weeks. Approximately 69% of such forms were returned. In 
this study only the last item of the questionnaire was used (relating 
to overall potential for success in the Marine Corps). Since 
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relatively few Marine were given a rating of 4, ratings of 3 and 4 
were combined to yield a three -point rating for use in this study. 

A tendency toward inferior performance or a rating of marginal 
or poor performance were thus treated as a rating of low potential. 

PHR rating . During intake procedures Marines in Condition 
C completed an inventory purportedly measuring emotional matura- 
tion. Responses to items are totaled to yield a score for each 
Marine. Within each platoon Marines were grouped on the basis 
of such scores into the lower 25%, the middle 50%, and the upper 
25% for use in the Condition C screening procedures. 
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Figure 1 


Summary of the Four Screening Conditions in Terms of the Function of the 
psychiatric Evaluation Unit and Nature of Predictor Information Obtained 


Function of Psychiatric Unit 

Condition A - Standard operating procedure at 
the MCRD's. Initial interview is given. If 
screener suspects S will have difficulty, S is 
recalled for second evaluation by end of three 
weeks of training (approximately 20% are so 
recalled). Upon recall, S may be returned to 
duty or referred to medical aptitude board for 
disposition. Aptitude board may recommend 
return to duty or administrative discharge. 

Predictor Information 

Biographical data 

Clinical rating A 

Condition C - On initial interview the screener 
identifies the lower 25% in each platoon on ad- 

Biographical data 

justment potential. The PHR, HSQ, peer eval- 
uation, and DI evaluation are also coded to 

Clinical rating CEF 

identify the lower 25% or those S£ within each 
platoon rated lowest in adjustment potential. 

Peer evaluation 

Any of the Ss so identified on any one of the 
above measures is recalled by the end of three 

DI evaluation 

weeks of training for a second evaluation 

PHR (used only for 

(approximately 60% were so recalled). The 
screener at recall has available to him all in- 

recall) 

formation described above and may return S 
to duty or admit him to the psychiatric unit for 
referral to a medical aptitude board. Every S 
was to be retained as long as possible. 

HSQ evaluation 

Condition E - Initial interview is given and rating 
made on adjustment potential within each platoon 

Biographical data 

(as in Condition C). No S is subsequently recalled 
or referred to the psychiatric evaluation unit, thus 

Clinical rating CEF 

simulating the absence of such a unit from the 
recruit depot. No S was to be referred to a medical 

Peer evaluation 

aptitude board. 

HSQ evaluation 

Condition F- Initial interview is given and rating 
made on adjustment potential within each platoon 

Biographical data 

(as in Condition C). No S was to be recalled but 
any S could be referred to psychiatric evaluation 

Clinical rating CEF 

unit at any time during recruit training for re- 
evaluation. If referred, information on S was 

Peer evaluation 

provided screener. S could be returned to duty 
or admitted to unit for referral to a medical 
aptitude board. 

HSQ evaluation 



Exhibit 1 


7 ** 

AFQT 


i . ..... 


Do npt write above this line 


a SCREENING FORM A 
flAL INFORMATION 

gEN-6520/t (10-61) 


S - FACTOR 
TEMPORARY 1 2 3 
PERMANENT j 2 3 


Billet or Process No 
Your Serial Number 



Your age 


Where were you born 


Rank/Rate 

permanent home address 


(City) 

Crete me USN USNR 


(Number and street aodtess) 


(State) 

USMC USMCR 


Where were you sworn into the service 


TODAY’S date 19 

(Month) (Day) 

Date of birth 19 

(Month) (Day) 

I enlisted for years of active duty. 

(Ci ty) (State) 

On what date 19 


Check the branch of service you really wanted □ air force G army □ marine corps □ navy 


7. Are you now ( Chec a one) 

□ SINGLE n SEPARATED 

□ 

Dl VORCED 

□ 

WIDOWER 

□ 

MARRIED, 

i f so, how long __ 

( Months ) 

g, Circle highest grade YOU 

COMPLETED in school 1 2 

3 

4 5 6 

7 

8 

9 

10 

1 1 

12 

13 

14 15 

16 

j, Circle grades you FAILED 

or REPEATED 1 2 

3 

4 5 6 

7 

8 

9 

10 

1 I 

12 

13 

14 15 

16 


What was your grade AVERAGE in school 


Have you ever been SUSPENDED or EXPELLED from school 

(Yes - No) 


How old were you when you graduated or quit school 

. If YES, how many times . For what 


reason ( s) 

12. Check 0 if any of the following apply to you YOUR age when this happened 

Mother dead Q 

Father dead □ 

Parents separated □ 

Parents divorced Q 

I was adopted □ 

I was in a foster home □ 

I was in an orphanage Q 

A. If you have CHECKED any of the above, who raised you 

B. How did you get along with them 

•3. How many BROTHERS do you have , How many SISTERS do you have . 

I*. How frequently did you DATE in the past two years List your spare time INTERESTS and HOBBIES- 


p. In what sports did you take an active part 
Were you ever captain of a team 


if YES, which sport(s)_ 


Were you ever elected or appointed an OFFICER of a club or organization ■ If YES, what office 

(Yes - No) 

What organ i zat ion(s ) 

^ What previous military service have you had 

How did each of your parents (or guardian) feel about your enlistment. Check (y/) space which shows their attitude 


WHY LEFT IT UP L IKED THE 

TO YOU IDEA 


RECOMMENDED 
IT STRONGLY 


^THER 

Mother 
Guard i an 



DO NOT TURN THIS PAGE UNTIL TOLD TO DO SO 







GEN-6 520/ 1 (1 0-6 1 ) (BACK) 


joined the (check one) 


□ NAVY 


□ marine corps because 


YES 

(✓> 


NO 

U) 


CHECK ONE (YES or NO). . IF YOU CHECK "YES". FILL IN ANY BLANKS THAT FOLLOW 


Do you suffer badly from frequent or severe headaches? 

Have you EVER had a fit or convulsion? 

Have you EVER walked in your sleep? 

Are you considered a nervous person? 

Have you EVER been treated by a doctor for nervousness? 

Have you EVER had a nervous breakdown? 

Has anyone in your immediate family ever been in a mental hospital? 
Do you have black-out spells or dizziness? If YES, how often 


Do you have any personal fears that worry you? If YES, what are they 


Can you swim? If YES, do you enjoy swimming □ yes □ no 

Have you ever been arrested for anything except traffic violations? If YES, 

how many times . Why 


Have you ever been in a juvenile detention home or reform school? If YES, 
how many times . For how lone . How old were you 


Have you ever had trouble with bed-wetting? If YES, at what age did you stop 

wetting the bed . When was the last time you wet the bed 

Have you ever been turned down for enlistment by another service? If YES, 
what branch(es) . Why 


DO YOU have any ohysical or health problems which you think will interfere 
with your military service? If YES, what 


Do you think you will have trouble making good in the service? If YES, why 


SHARKS 
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SOCIOMETRIC QUESTIONNAIRE B 


Station Training Week Condition 

*****************•***********•*■*******•*'*■*****•***************'*'** 

Name Service No. Platoon No. 

1. Who are the five men in your platoon who you think will 
make the best Marines? 


2. Who are the five men in your platoon who you think will 
make the least desirable Marines? 


3. Who are the five men in your platoon you personally like 
best? 


4. Who are the five men in your platoon you personally like 
least? 


5. Name five men in your platoon who are always full of good 
ideas . 


6. Name five men in your platoon who never seem to think up 
anything new. 


7. From the men you know in the platoon, list five who seem 
to have the least trouble fitting in at boot camp. 


From the men you know in the platoon, list the five who 
seem to have the most trouble fitting in at boot camp. 


8 . 
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RECRUIT PERFORMANCE LIST B 


Date 

From: Off Acer-in-Charge, Psychiatric Unit, Buildin g 

To: Drill Instructor, Platoon Number 

Sub J s Drill Instructor Reports and Recruit Performance List 
Sncl: Recruit Performance List B 


1. On _____________________ at _________________ at certain number 

(date) (time) 

of the men in your platoon have been scheduled to report to the 

Psychiatric Unit in Building ^ or interview. The names of 

the recruits so scheduled will be forwarded to you within the next 
couple of days. 

2. Contrary to standard operating procedure, it is requested that you 
complete a Standard Medical Evaluation Form A on each recruit in your 
platoon. These forms may be obtained from the Psychiatric Unit. 

3. Additionally, it is requested that you complete the enclosed form 
(Recruit Performance List) on which you are to write the names of 

the poorest performing recruits in your platoon as well as 

the best performing recruits. Poorly performing recruits 

are those who are experiencing difficulty in getting along with others, 
who do not perform their jobs well, and/or who have caused you frequent 
administrative headaches. The best performing recruits are those who 
do their jobs well, who easily get along with the other men, and/or 
whom you would select to serve on a mission with you. 

4. Because of the shortage of time before the men in your platoon are 
scheduled to report for interview, it is requested that you return to 
the Psychiatric Unit the Standard Medical Evaluation Forms on each 
recruit and the Recruit Performance List by messenger within the next 
^8 hours. 



RECRUIT PERFORMANCE LIST 


Poorly Perforaing Recruits 


Rest Performing Recruits 


Exhibit 4 


Code 8021 

U. S. Navy Electronics Laboratory 
San Diego 52, California 


The military service needs to obtain school information about a large group 
of men who have recently enlisted in the U. S. Marine Corps. The attached card, 
which should not be removed from the questionnaire, has been completed by one of 
these men and lists your school as the last attended by him. It is requested 
that either the principal, guidance director, or a teacher who knew this student 
answer this form as completely as possible. The information which you furnish 
will be treated as confidential. You are urged to return this questionnaire in 
the enclosed, addressed envelope within the next 10 days; no postage is necessary. 
Your cooperation in completing the questionnaire promptly is appreciated. 

For purposes of this handout, only one item, number 18, from the original 20 item 
questionnaire is relevant. That item is: 

18. What is your overall estimate of his probable success in the Marine Corps? 

(1) _____ He should definitely be successful and will undoubtedly be an 

asset to the military service. 

(2) __ ___ He will probably be moderately successful, and perform in a slightly 

better than average manner. 

(3) _____ He possesses average potential but may have a tendency toward 

slightly inferior performance. 

(4) _____ He will make a marginal adjustment and perform poorly. 
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Abstracts of Special Presently Completed Studies 
From the Marine Corps Project 

1. Nelson, P. D. , LT, MSC, USN, and Berry, N. H. , LCDR, MSC, 
USN. The relationship between an individual's sociometric status 
in different groups over a two-year period. The Journal of 
Psychology , 1965, 60 , 31-37. 

Abstract : This study demonstrates the stability in sociometric 
status among a sample of 101 enlisted Marines followed from 
basic training platoons to field platoons involving different peers 
two years later. Peer evaluations obtained later in the tenth 
week were related to two year evaluations pertaining to garrison 
duty, liberty companions, and a hypothetical combat situation. 
Second week evaluations were particularly sensitive to forms of 
behavior at the end of two years which resulted in low sociometric 
status. 

2. Berry, N. H. , LCDR, MSC, USN, Nelson, P. D., LT, MSC, USN, 
McNally, M. , HM1, USN, and Orvick, J. Agreement between 
superiors' ratings of performance by Marines during recruit 
training and after two years of active duty. Personnel Psychology, 


in press. 


- 2 - 


Abstract : Drill instructors rated 893 enlisted Marines on their 
adjustment to recruit training at the end of two weeks of such 
training. Those ratings were valid estimates of performance 
ratings given after two years of active duty by different superiors. 
The validity of the drill instructor rating was greatest when the 
two-year ratings were provided by superiors of comparable 
organizational rank to the drill instructor, and when the time 
periods of supervision were most similar. 

3. Berry, N. H. , LCDR, MSC, USN. The fate of school drop-outs 
in the Marine Corps. To be presented at the Annual Meeting of 
the American Psychological Association, Chicago, Illinois, 

3 September 1965. 

Abstract: Using a sample of 3,731 enlisted Marines, educational 
achievement was studied in relation to adjustment during the first 
two years of military service. Marines who complete high school 
prior to enlistment have a higher success rate (91%) than either 
those Marines who (a) do not graduate from high school but 
complete the GED requirements while in service (74% success) 
or (b) neither graduate from high school nor complete the GED 
requirements (60% success). Completion of high school before 
enlistment is discussed in terms of characterological implications. 
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4. Nelson, P. D. , LT, MSC, USN. Changes in sociometric status 
during basic training related to performance two years later. 

To be presented at the Annual Meeting of the American Psycho- 
logical Association, Chicago, Illinois, 6 September 1965. 
Abstract : The study evaluated the differences in performance at 
two years (as measured by attrition rates, pay grade, and preva- 
lence of disciplinary problems) among a sample of enlisted 
Marines who, in basic training, had improved, deteriorated, or 
remained about the same in sociometric status from second to 
tenth week of training. Only with the criterion of pay grade was 
sociometric change significantly related to performance; but the 
predictive validity of change as a measure was not greater than 
the validity of either second or tenth week sociometric status 


alone. 
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